Abstract: An insufficiently skilled workforce is one of the biggest obstacles for a significant number of Myanmar firms. One potential solution to narrow or close the skills gap is to rely on the skills of return migrants who accumulated sufficient skills in more advanced countries. This research experimentally investigates the demand for return migrants who accumulate skills in more developed foreign countries in skills-intensive occupations, relative to similar workers who accumulate the same skills in local labor markets. I find evidence that foreign experience is favored by employers for certain occupations. Specifically, software developers and programmers with foreign experience, Singapore experience in particular, are highly favored by foreign employers in Myanmar. Among accountants and engineers, I find no systematic and significant difference in callback rates between foreign and local applicants. In addition to foreign experience, I also find differences in callback rates by gender and neighborhood. Specifically, female accountants are highly favored, while female engineers are less favored by employers. As for neighborhood effects, software developers and programmers living in a rich neighborhood receive as many first callbacks from employers as those having Singapore experience. One of the contributions of this paper is to understand the heterogeneous responses across occupations and employers. One direct policy implication that arises from this research is that return migration policies targeting specific occupations and employers will be more effective than a single policy targeting all occupations and employers. Since, this is the first labor market audit study performed in a developing country, I also discuss the constraints and challenges that one faces with this type of research in a developing country and then propose measures to overcome these challenges.
INTRODUCTION
In recent years, there has been a growing concern that jobseekers in lowincome countries have insufficient skills to meet the needs of hiring employers -a phenomenon referred to as the "skills gap." 1 This is particularly troublesome for low-income countries struggling to develop their economies, as well as for new or growing businesses in those countries trying to operate competitively at a global level. The skills gap can affect both employers, whose productivity will suffer, and the labor force, whose unstable employability will impact their quality of life.
Addressing the skills gap in low-income countries requires an overhaul of the education system, including a massive investment in educational programs and infrastructure, which normally takes several years before the benefits can be realized. In addition, pursuing such sweeping reforms entails implementation, financial, technological, and political challenges that are difficult for most lowincome countries to overcome in the immediate term.
One potential solution to narrow or close the skills gap would be to rely on the skills of return migrants who accumulated sufficient skills in more advanced countries, introducing new skills and competitiveness to the workforce. The prospect for tapping into the skills of return migrants is buoyed by evidence that a high percentage of those who migrate end up retuning home (Gibson and McKenzie, 2011) , and the institutionalization by advanced countries of temporary visa programs 2 that allow migrants from developing countries to take up employment for a certain period, thereby enabling them to accumulate skills meeting higher quality standards in those countries.
1 For instance, the 2010 World Economic Forum's report on talent mobility stated that the skills gap is a barrier to sustainable growth and businesses' ability to grow and innovate. Furthermore, an annual publication by UNESCO (2012) declared that the skills gap is "especially important for the world's young people aged 15-24, most of whom live in developing countries where there are few opportunities for productive employment." 2 Various employment visas implemented in Singapore and the temporary guest worker program and H-1B visa program implemented in the U.S are leading examples.
This research aims to examine two questions. First, how much demand exists for return migrants who accumulate skills in more developed foreign countries in skills-intensive occupations, relative to similar workers who accumulate the same skills in local labor market? Second, does the demand for overseas work experience differ by foreign country where skills are accumulated, and by job and employer characteristics?
Examining the demand for return migrants is difficult because those who choose to migrate are fundamentally different on both observable and unobservable characteristics from those who choose not to migrate in the first place, making it hard to construct an appropriate comparison group Gibson and McKenzie, 2011; McKenzie, 2012) . In the outmigration literature, there are lottery programs (e.g., US H-1B visa lottery and New Zealand visa lottery program) that enable researchers to causally estimate the return to migration 3 (i.e., the impacts of people leaving their home country for other countries). In contrast, in return migration, there are no precedents for policy programs that will serve as natural experiment allowing for causal inference of return migration, as a result, studies analyzing return migration have to rely on non-experimental data (Gaulé, 2011; Wahba, 2015) .
One promising, yet underexplored, way to overcome the challenge associated with selectivity in migration is to rely on resume audit methodology to ensure that migrants and non-migrants are similar in all observable and unobservable characteristics except for one important dimension -migration experience. Then, any observed differences in employers' propensity to hire workers from the two groups can be attributed to employers' reaction to migration 3 For instance, Clemens (2013) exploits a US H-1B visa lottery program that exogenously determines whether an Indian software worker works in India or in US and finds that an average software developer earns $USD 55,000, more than an equivalent worker in India. Likewise, , exploiting outcomes from a lottery program used to admit migrants from Tonga to New Zealand, find that migrants on average see a 263% increase in income one year after arriving in New Zealand.
experience. The resume auditing method has proven quite useful for studying differences in labor outcomes by race (Bertrand and Mullainathan, 2003) , age (Lahey, 2008; Neumark et al., 2015) , length of unemployment (Kroft et al., 2013) , college education (Martorell et al, 2014) , and nationality (Oreopoulos, 2011) .
This method has never been applied to study migration and has been limited to understanding labor markets in the United States and Canada.
To examine how returning skilled migrants can potentially close the skills gap and strengthen the local labor market, Myanmar offers an excellent case study due to its unique economic and political history. Since its independence from
Great Britain in 1948, Myanmar has been affected by perennial political unrest, including governance by three consecutive military regimes until 2011. Decades of crackdowns on students (most notably the prolonged closure of all universities in 1988 and 1996 following nationwide protests against the regimes), political oppression, and severe economic hardships triggered a departure of the skilled and talented to other countries in search of better economic opportunities. Meanwhile, the country's education system has failed to produce graduates equipped with skills that employers need (as a result of the absence of education reforms, significantly curtailed school duration, and the shutdown of academically prestigious universities).
Although no official statistics are available, anecdotal evidence suggests that a large number of Burmese migrants work as engineers, skilled laborers, surveyors, IT analysts, and nurses in more advanced countries (relative to Myanmar) such as Singapore and Malaysia. Many of these migrants have worked for international firms and accumulated skills consistent with global standards.
Thus, they could be a potential source of skills for employers in Myanmar if programs and policies designed to attract them to return home can be put in place 4 . The historical context and current political climate of Myanmar provide a unique opportunity to explore how return migrants fare in the labor market, which will generate policy implications specific to Myanmar, but also applicable to other developing countries facing shortages of sufficiently skilled workers.
In this paper, I present results from a resume audit study to examine the demand for work experience accumulated in overseas labor markets relative to the local labor market. To my knowledge, this is the first labor market audit study performed in a developing country, and I discuss the challenges that must be considered in this context. Hundreds of fictitious resumes were submitted online in response to job openings in skill-intensive occupations in the Yangon area of
Myanmar. The resumes were randomly assigned whether an applicant accumulated work experience in overseas labor markets (Malaysia or Singapore) or in local labor market (Myanmar). The choice of Singapore and Malaysia labor markets in this application is meant to reflect the actual situation that most skilled migrants from Myanmar work in these countries. In addition, the characteristics of the Singapore and Malaysia labor markets are fundamentally similar to those of Myanmar. For instance, although workers are allowed to form unions in certain circumstances in these three South East Asian countries, their political clout is relatively limited and labor rights are significantly curtailed, compared with those found in liberal democracies in western countries; protests by workers are rarely tolerated and often suppressed immediately. Thus, we can rule out Myanmar employers' concern that migrants who have been exposed to Singapore and Malaysia labor markets might demand excessive political rights and stage protests. In addition to labor market experience (i.e., foreign or local), I also randomized whether an applicant is female and whether an applicant resides in a rich or poor neighborhood to uncover additional factors that explain employers' interest in an applicant.
The resumes were submitted in response to postings for skilled occupations (software developer and programmer, accountant, and engineer) by two kinds of employers (foreign and local). These skilled occupations are chosen because they represent growing occupations as Myanmar has been trying to move from an agriculture-based economy toward a service, manufacturing and production based economy. As the Myanmar economy is projected to grow at an annual rate of approximately 8% in the coming years, according to the Asian Development Bank (ADB) and the International Monetary Fund (IMF), a shortage of workers with sufficient skills among these occupation groups will be an issue for employers in the coming years. In addition, as foreign employers'
share of total employment has been growing since 2011 as a result of a steady inflow of foreign direct investments, it is also crucial to examine the skills demand among foreign employers. One of the contributions of this paper is to understand the heterogeneous responses across occupations and employers.
Overall, I do not find statistically significant effects that foreign experience is favored by employers, but this aggregate effect masks occupationspecific heterogeneity by employer type (foreign or local). Specifically, software developers and programmers with foreign experience are highly favored by employers, particular if the experience has been gained in Singapore. The demand for Singapore experience among software developers and programmers is mainly driven by foreign employers. This finding is robust to various sample restrictions and specifications. Among accountants and engineers, I find no systematic and significant difference in callback rates between foreign and local applicants. In addition to foreign experience, I also find differences in outcomes by gender and neighborhood. Specifically, female accountants are more likely to receive callback than male accountants; in contrast, female engineers are less likely to receive callbacks than male engineers. The gender gaps among accountants and engineers are consistent with occupational trends that favor one gender over another. As for neighborhood effects, software developers and programmers living in a wealthy neighborhood receive as many first callbacks from employers as those having Singapore experience. The positive return to living in a wealthy neighborhood is mainly due to local employers.
The rest of the paper is organized as follows. Section 2 surveys existing literature. Section 3 presents the experimental design and describes the data source used in this analysis. Section 4 details empirical analysis, followed by a presentation of the findings in Section 5. Section 6 concludes.
RELATED LITERATURE
This research contributes to a growing literature on "brain gain" 5 , which
suggests that countries, particularly developing countries, benefit from emigration through accumulation of human capital when migrants return home. Theoretical frameworks on return migration and the incentives to return are provided in Borjas and Bratsberg (1996) , Dustmann and Weiss (2007) , Peri (2009), Dustmann and Weiss (2007) , and Dustmann et al. (2011 ). Others, including Stark et al. (1997 , Maria and Lazarova (2012) , Santos and Postel-Vinay (2003) , have developed theoretical models to analyze the conditions under which temporary migration opportunities can increase the human capital of a source country and the prospect of a higher return to human capital induces individuals to accumulate more human capital than they would have formed in the absence of migration.
Similarly, Beine et al. (2008) find that the prospect of migration induces an increase in educational investment at home and results in a higher level of human capital stock than would be the case in the absence of migration.
As suggested by the theoretical models, one incentive for individuals to return is the prospect of earning a wage premium in the home labor market, which has resulted in many empirical studies examining if return migrants receive income premiums for the skills accumulated abroad. Using data from two national surveys conducted in Ireland, Barrett and Connell (2001) and Barrett and Goggin (2010) find that returning Irish migrants earn 7 to 10 percent more than comparable stayers, and the wage premium is larger for those with advanced degrees and for those coming back from the US, Canada, New Zealand, and Australia. Likewise, Gang and Yun (2000) find that Hungarian women with overseas work experience earn a wage premium, but fail to find a wage premium for men, attributing the gender difference to the propensity of men and women to enter different industries while working overseas. Reinhold and Thom (2013) conduct an empirical analysis of the relationship between the US migration experience and earnings in the Mexican labor market, and find that each year of migration experience is associated with a 2.2% increase in earnings, with occupation-specific job experience accounting for much of this return. When restricting the sample to unskilled manufacturing workers, the authors find the return to be as high as 8.7% increase in earnings; those with English skills and documented migration experience are also found to earn a higher wage premium.
Focusing on central European countries and using data from the harmonized European Union Labor Force Survey, Martin and Radu (2012) estimate the wage premium to return migrants to be as high as 45%.
Contrary to what the theoretical models predict, Gibson and McKenzie (2011) find little evidence financial incentives play a role in the decision to return.
In contrast, the authors find social ties and life styles to be strong determinants of return migration. In addition, the time away from home can result in a loss of social capital that can outweigh the potential gain from migration experience. For instance, Sun (2013) analyzes data from the venture capital industry in China and finds that return venture capitalists perform systematically worse than comparable non-migrants. Specifically, the author finds that the percentage of successful exits as a result of targeting promising projects and better providing value-added services is consistently lower for return migrants, compared with non-migrants.
The author attributes this difference in performance to the mismatch between the skills that return migrants accumulated overseas and the skills demanded by local employers, and most importantly the loss in social connections and ties after years of living abroad.
While many studies focus on the relationship between migration experience and earnings, studies examining employment potential of returnees are very limited 6 . Despite having the advantage of foreign experience, returnees could face barriers to full participation in local labor market. For instance, skills mismatch, high remuneration requirement, and lack of cultural awareness and sensitivity will make them unattractive to potential employers, and lack of social ties and connections will lengthen their search process and unemployment spell.
Thus, it is important to investigate the demand for return migrants because they have to search in the local labor market and match their skills to potential employers before potential gains to migration experience can be realized. The current paper aims to fill this gap in the literature. 6 The only study I am aware of that examined the employment status of returnees is Saarela and Finna (2009) , who found that the chance of employment for returning Finns is half that of nonmigrants. This employment difference is stable over time after their return and is robust across different socioeconomic groups. However, this estimate is likely to suffer from selection bias, as the analysis simply regresses the employment status on migration status, controlling for observables.
EXPERIMENTAL DESIGN
This is the first labor market audit study performed in a developing country and differs in some respects from audit studies conducted in the United
States and Canada due to additional constraints and challenges that one faces with this type of research in a developing country. While prior studies have applied the auditing methodology to study discrimination in the labor markets in the U.S.
(e.g., Lahey, 2008; Bertrand and Mullainathan, 2004; Kroft et al., 2013) , and in Canada (Oreopoulos, 2011) , I find no precedent for studies applying the methodology to a setting in a developing country. This context presents problems for the audit method. Table 1 provides a comparison of various aspects of the experimental design between this audit study and prior labor market audit studies conducted in US and Canada.
Successful implementation of resume audit studies depends on a high
percentage of the population having access to internet and using email as the main channel of communications. This is not the case in many countries, particularly in developing countries. According to Internet World Stats statistics 7 , less than 2 percent of the Myanmar population has access to internet. Use of internet and email is mostly restricted to commercial purposes and I confirm this by reviewing job openings and company profiles, which indicate that a majority of Myanmar companies do have access to internet and use emails. This study sends applications by email (consistent with the literature), though there are concerns about the types of employers that accept applications by email compared to employers that will not be in our study (those that do not accept applications by email).
The implementation of this study and analysis of the data were also altered due to some of the unique -relative to the literature -challenges faced by conducting this method in Myanmar. First, employers in Myanmar do not rely as heavily on resumes in terms of screening applicants and inferring productivity, especially compared with other developed countries, in particular the US. Rather, personal interview combined with oral examination about knowledge on relevant subjects is the preferred methods for screening applicants. Second, the marginal cost to interview an applicant is very low. These factors result in a high percentage of applicants being interviewed for a job opening (the average callback rate found in this study is 22%, which compares with 3-5% found in prior studies), making resumes relatively less effective as a screening device and thus weakening the effects of listing any resume characteristics (e.g., foreign experience).
Moreover, in prior audit studies, information regarding whether a resume submitted receives a callback is retrieved from content of voice message left by employer. Unlike in other countries, voice mailbox service is not available in Myanmar as the telecommunications industry is still in its early development stage. Whenever an employer calls back, a trained auditor pretending to be the applicant has to answer the call and is instructed to mention to employer over the phone that he/she is no longer interested in the employment opportunity. As a result, the employer is more likely to call back the second applicant for an interview.
Given evidence that many employers are simply calling back both applicants, an audit study approach is less likely to detect discrimination in this context. My analysis focuses on outcomes which will partially circumvent this issue. These concerns suggest that the more appropriate outcomes to uncover an employer' interest in an applicant for this analysis will be (1) if a resume submitted is the first to receive a callback for an interview, and (2) if a resume submitted receives a callback for an interview conditional on an employer calling back only one applicant. The first outcome produces variation even when employers call back both applicants and some of this variation may be informative about preferences. The second outcome eliminates employers that are calling back both applicants, and instead focuses in on firms more likely to be making active hiring decisions based on the resume characteristics.
Given the constraints of working in a small developing country and the small number of new job openings available each week, achieving a large sample size comparable to that of previous audit studies conducted in US was difficult so the analysis has less power than those found in the literature, primarily resulting from characteristics of the Myanmar job market.
Resume Construction
Preparation of the resumes began with collecting job requirements from job advertisements and preparing resumes meeting those requirements in terms of educational attainment, years of work experience, salary requirement, and relevant computer skills. For each job posting, I prepared two resumes, and for each resume, I randomized the following four variables: (1) labor market experience (local/foreign), (2) foreign country (Singapore/Malaysia) conditional on being assigned foreign experience, (3) gender (male/female), (4) neighborhood (rich/poor).
Each resume listed the job title, period of employment, and company name of an applicant's recent three jobs in chronological order. The total years of work experience listed in the resume were always the same for both applicants and met the job requirement. Both applicants were unemployed and looking for employment. Similarly, age of applicant, year of graduation, college major, university, computer skills, and other related skills were the same for both resumes. It is unlikely that employers in the Myanmar labor markets would suspect that these resumes were not submitted by real applicants. The resumes themselves were designed based on a large pool of actual resumes used by applicants in the Myanmar market. While each employer was sent two resumes, they were sent at least a day apart. Because the number of features randomized by the experiment was large, it was unlikely that the resumes would have similarly listed characteristics to describe the applicants. Furthermore, different fonts and layouts were used for each resume sent to an employer. The font and layout choices were also randomized. It is very likely that employers viewed each resume as coming from an independent applicant.
If an applicant had foreign experience, this information was salient to employers in the subject line of the email sent to the employer by listing "[Position applying for]: Applicant with work experience in Singapore/Malaysia", as well as in the content of the application letter by listing "I had relevant work experience in Singapore/Malaysia". In addition, foreign experience is also salient in the resume by listing an applicant's last three foreign employers, and their foreign addresses. Gender of an applicant was conveyed through the applicant's name and mentioned in the resume. Name of an applicant was always listed at the top of the resume with a large font size. Address and contact information were listed below the name. One of the two resumes was randomly assigned an address in Bahan Township, one of the most prosperous townships in Yangon, and the other an address in North Okkalapa Township, one of the most impoverished townships in Yangon (the exact location maps of the chosen rich and poor neighborhoods are shown in Appendix E). Each resume was randomly assigned a template and a cover letter.
Finally, resumes were saved as word files and randomly submitted via emails (independent of any resume characteristics) to the employers over a twoday period (Wednesday to Thursday) in each of the 19 weeks between March 23, 2015 and August 10, 2015. Unsuccessful applications due to incorrect employers' email addresses, which constitute less than 1% of the sample, were dropped from the sample.
Sample and data
The sample for job openings is from a popular magazine among job seekers in Myanmar (Opportunity; http://www.opportunity.com.mm/). The magazine carries only job advertisements, is published weekly, and accounts for approximately 90% of all job advertisements in the country. Job openings are classified by industrial sector: (1) production and manufacturing, (2) construction, 
EMPIRICAL ANALYSIS
This section discusses how the outcomes and treatment variables are defined, the covariates entering the regressions, and the various specifications used for estimations.
Dependent Variable
I consider two outcomes in this analysis: (1) if a resume sent is the first to receive a callback for interview (this outcome is realized when either one of the two resumes submitted receives a callback, or both resumes receive a callback),
(2) if a resume receives a callback conditional on job openings in which only one applicant receives callback. I define a callback as a message from an employer asking an applicant over the phone to set up an interview.
The outcome used in prior resume audit studies (i.e., Bertrand and Mullainathan, 2004; Kroft et al., 2013; Lahey, 2008; Oreopoulos, 2011) is if a resume submitted receives a callback for interview. I study additional outcomes because of the additional information they provide in this context. This study finds that a majority of employers call back at least one applicant and, as can be seen from Table 3 , the average callback rate is 22%, compared to 3-5% in prior studies. Sample statistics from Table 3 reveal that of 969 sample job openings, 72% do not result in callbacks, 13% result in a callback to one of the two applicants, and 15% in callbacks to both applicants. Table 4 reports descriptive statistics of the independent variables. As for treatment assignment, of 1,938 resumes submitted, half are associated with foreign work experience. Conditional on being assigned foreign experience, 50%
Independent Variables
of resumes are associated with foreign work experience accumulated in Malaysia, while the remaining 50% in Singapore.
Each of the four resume templates is equally represented in the sample.
About 52% of resumes are female, and 50% are associated with the rich neighborhood. The average age of applicants is approximately 27 years, and half of sample resumes are assigned cover letter # 1.
Empirical Model
To examine if employers prefer foreign work experience, I will estimate the following specification. The primary estimates should be robust to the inclusion of controls if there are no systemic differences in controls between foreign and local applicants other than foreign experience. The controls include resume characteristics ijt X (for resume i submitted to job j in week t ) and a set of dummies ( t γ ) representing the week t where resumes were submitted. Including controls will help reduce unexplained error, thereby improving the statistical precision of the primary estimates.
To further investigate if return to foreign experience varies by the foreign country where experience was accumulated, I will introduce dummies for Malaysia and Singapore separately. Likewise, to assess if callback rates are different by employer characteristics (foreign/local companies), or by occupations (accounting/software/engineering), or a combination of these, I will restrict the sample according to the subpopulation of interest. All standard errors are adjusted for clustering at employer level (Bertrand and Mullainathan, 2004; Oreopoulos, 2011) . (2)). In Columns (3) and (4), I present the same results for local employers only. Again, I do not find statistically significant differences by migration status. When selecting on foreign employers (Columns (5) and (6)), the results are similar. Table 6 presents results where I disaggregate the effect by Singapore and Malaysia experience (the reference group is local experience). The point estimates suggest that the Singapore experience is favored by foreign employers and less favored by local employers, whereas Malaysia experience is less favored by both local and foreign employers. However, these coefficients are not statistically significant.
EXPERIMENTAL RESULTS

Main Results (Outcome: first callback)
By Occupation (Outcome: first callback)
Next, I investigate heterogeneity across three occupation groups - (1) software developer/programmer, (2) accountant, and (3) While selecting on occupations is potentially informative about heterogeneity in the effect of foreign experience, the number of available jobs for applicants in a specific occupation is substantially reduced. Consequently, sample sizes can become small, reducing power to detect small effects. When distinguishing local and foreign employers, the results suggest that the positive return to foreign experience is mainly attributed to foreign employers (Table 7 Column (3) & (5)) 10 . Table 9 presents the results for accountants, separated by employer and by seniority. There does not appear to be a significant difference in first callback rates between resumes listing foreign experience and local experience among accountants. As previously mentioned, the possible explanation for a lack of or negative return to foreign experience is that accounting practices tend to be country specific, requiring practitioners to be certified by a local professional and statutory board governing accounting practices and licenses and companies to have their financial reports prepared and approved by locally certified accountants.
Engineers are the second largest occupation group, making up 38% of the sample job openings. reveal that the point estimates from listing Malaysia and Singapore experience are not statistically significant for civil engineers, which is true for both local and foreign employers (Table 11 ).
By Occupation (Outcome: only one applicant receives callback)
Another way to analyze whether listing foreign experience generates employers' interest in an applicant is to focus on jobs in which only one applicant (out of two) receives callback for an interview. When considering job openings in which only one of the two applicants receives a callback, the estimated effect of foreign experience becomes larger and the differences in callback rates between foreign and local applicants become statistically significant across all occupations.
Since this sample restriction results in a substantial decrease in the sample size, I
group Malaysia and Singapore experience into one foreign experience group to enhance the statistical power. Table 12 reports the results by occupation. As before, software developers and programmers with foreign experiences are 62
percentage points more likely to receive a callback for an interview and the difference is significant at the 1% level (Column (1)). Similarly, engineers with overseas work experience are 23 percentage points more likely to receive a callback (Column (3)) and civil engineers with foreign experience are 27
percentage points more likely to receive a callback, but its coefficient is not significant possibly due to a small sample size (Column (4)). As for accountants, the estimated effect of listing foreign experience qualitatively agrees with the findings reported in Table 9 : when deciding to callback only one applicant, employers are 18.2 percentage points less likely to callback accountants with foreign experience for an interview, and the coefficient is statistically significant (Column (2)).
By Neighborhood (Outcome: first callback)
In addition to labor market experience, I also randomized whether an applicant lives in a rich or impoverished neighborhood. Results in Table 7 indicate that zip code information is a strong determinant of an employer's interest in a software developer/programmer. Among software jobs, resumes associated with a rich neighborhood are on average 23% percentage points more likely to receive callbacks first from employers than resumes associated with poor neighborhood and the coefficient is significant at the 1% level (Column (2)).
Interestingly, the estimated effect of listing a rich neighborhood is larger than that of listing foreign experience. A separation of the sample between local and foreign employers shows that the zip code information is the strongest determinant among local employers (Column (4)). The estimated effect of a rich neighborhood is unaffected by the introduction of Singapore and Malaysia dummies (Table 8 Column (2)). Interestingly, the positive return to listing a rich neighborhood is comparable to that of Singapore experience. In contrast to software jobs, there are no significant differences in callbacks by neighborhood characteristics among accountants and engineers (Table 9 and Table 10 ).
By Gender (Outcome: first callback)
Among accountants, resumes associated with female names generate more interest among employers than male names and its estimated sign is consistently positive across the four subsamples in Table 9 . Overall, female accountants are 88 percent more likely to receive callback first (15% callback rate for females and 8% callback rate for males). This finding is consistent with the occupational trend in which a large percentage of accountants are females. In contrast, male engineers are more favored by employers: the average first callback rate for resumes associated with male names is 38 percent higher than female names among engineering jobs (15% for male names and 11% for female names). This gender gap widens when selecting on civil engineers. On average, male civil engineers are 100 percent more likely to receive callback first than female civil engineers (14% first callback rate for males and 7% for females). As one would expect, this large gender gap among engineers could solely be attributed to the physically demanding working conditions prevailing in construction sites, particularly in developing countries.
The estimated gender effect becomes larger when restricting the sample to jobs in which only one applicant receives callback for an interview (Table 12) .
Results in Column (2) suggest that, when deciding to call back only one applicant, employers are 29 percentage points more likely to call back female accountants and the difference is significant at the 5% level. In contrast, employers are 14 and 42 percentage points less likely to call back female engineers and female civil engineers (Column (3) and (4)).
CONCLUSION
Myanmar migrants have been returning home to take advantage of increased economic opportunities since the country opened up in 2011. With
Myanmar facing a chronic shortage of sufficiently skilled workers, successfully integrating return migrants into the labor market and tapping into their skills is crucial to strengthening the Myanmar labor market. In this paper, I report findings from a resume-based field experiment conducted in Yangon, which examines the demand for foreign work experience accumulated in two foreign labor markets where a majority of Myanmar migrants work.
Although I do not find evidence that foreign experience increases the first callback likelihood, I find significant evidence of heterogeneity by employer, occupation, gender, and neighborhood. One direct policy implication arising from this research is that return migration policies targeting specific occupations and employers will be more effective than a single policy targeting all occupations and employers. Another implication is that some skills are completely lacking or insufficient. Creating bilateral exchange programs that enable workers to spend a certain period in a foreign country to acquire additional skills, facilitating the inflow of foreign expertise, incentivizing firms in terms of tax benefits to provide in-house training, or setting up/subsiding job trainings across the country will be helpful in closing the gap. However, the long term approach to closing the skill gap should be to upgrade and strengthen the higher education system that is more responsive to employers' need. 
